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AC 1.1
Job seekers nowadays have countless ways to get an impression of a potential employer, including employment websites like Stepstone, Glassdoor and Indeed, which often include user-driven employer ratings. 
We face increasing competition in the labour markets, and we need to establish new methods to strategically position ParcelCare to gain the advantage over other companies. (CIPD, 2022a).
We can utilise SWOT analysis to examine our strengths and weaknesses, identify opportunities and threats from competitors, trends and the industries feeding into parcel delivery. (CIPD, 2022b) 
Motivated staff work more efficiently; work is done faster with greater levels of collaboration, creativity and commitment, all of which have a positive impact on the bottom line. (Burton, 2013).  
Employee experience is crucial to attracting new staff, just as employee engagement is to retaining staff. DHL recognise that by putting more resources into retaining employees and engaging young people, they will ensure a pipeline of skilled people ready to support the future of their business. They provide a benefits package to increase employee retention and recognise that enabling an employee to tailor their package is vital in maintaining employee engagement. (Andrews, 2024).
It is crucial that we monitor and have contingency plans for changes to react in a timely manner - to ensure growth and development. We are an established company with a moderately well-known brand in the delivery market, but our weakness is that we are one of many and cannot rely on being satisfied with historical successes. (CIPD, 2023b).
In terms of strategic positioning in the labour market, let’s look at our employer branding (EB)and what we have to offer both future and our existing employees.  A positive EB can result in better performance against competitors by retaining talent and increasing employee engagement levels (Hosseini et al, 2022). Many companies have implemented new flexible working policies as well as benefit packages to improve their EB. (CIPD, 2022a)
Getting staff through our doors is just the beginning - we need to invest in our employees – providing opportunities for development – looking at staff structures, work/life balance, flexible working options, a variety of training opportunities, and sickness absence provision.  



AC 1.2
Economic labour market conditions determine how many people we need to recruit, retain, and develop to meet demand for our services. (CIPD, 2023c). CWU analysis shows that delivery drivers rank as one of the fastest-growing self-employed occupations over the past decade. ‘Essential’ parcel-delivery workers in the UK are particularly emblematic of work in the current economy. The result of growth of online retailing and business models embracing a wide variety of subcontracted supply chains, and increasingly complex IT systems is an increasingly competitive market for parcel delivery companies. (Moore and Newsome, 2018).
We are in a “tight” labour market – plenty of vacant jobs, but available workers being scarce. Finding delivery drivers has become increasingly difficult with far more demand than applicants - roughly 13,000 delivery driver roles vacant. (ONS, 2022). We need to set ourselves apart to attract candidates to us rather than our competitors, and in utilising PESTLE analysis, we can look at the external factors alongside the labour market, our competitors and effects on staff retention and attraction:
Political – cost-of-living crisis and competitiveness for wages and different contracts, working hours and employee benefit packages.
Economic – staffing costs, especially the change in NI contributions. Look at competitive wage rates and staff benefit packages, performance bonuses and flexible working benefits.
Social – population growth rate, societal cultural aspects (this goes back to our employer branding and the socio-economic areas we are targeting recruitment).
Technology – route planners, tracking and parcels. More route optimisation software to help drivers complete more deliveries efficiently, reducing fuel costs and emissions. (Moore and Newsome, 2018).
Legal (Legislative) – recruitment checks - Right to Work, DBS and insurance. Working Time regulations concerning the welfare of drivers in relation to working hours and regular logged breaks. The proposed employment relations bill and the potential effects on probationary periods and day-one rights to maternity/paternity and sick pay are all considerations for workforce planning.
Environmental – delivery vehicles – electric/hybrid versus fuel– emissions, congestion charges and ULEZ. Net-zero emissions with the impact on future generations. Rural versus urban routes, terrain variation, and the impact of weather may affect our service delivery methods and SLAs for delivery and in relation to talent attraction. 
The business environment is all the above - how and what is going on and how it helps us to plan and anticipate changes with the labour market. (CIPD,2023a)
AC 2.1
“Workforce planning (WP) is a key business process which aligns organisational needs with people strategy” (CIPD, 2025). According to a new report by the CIPD and Omni, less than half (46%) of employers use data to identify skills gaps in their organisation. The CIPD’s Recruitment and Talent Planning Survey found that just 31% of employers collect data to identify their future skills requirements.  (Ronan, 2024)
WP is a process which is under-utilised by many organisations, particularly at an operational level. It’s a process that facilitates smart decision making, where every goal is considered from all relevant angles and is informed by reliable data.  (Lucarz, 2022).
WP embraces a range of activities - succession planning, flexible working, talent management, skills audit, gap analysis, risk management and role design/redesign. (Russell, 2017). As an organisation we are finding it increasingly difficult to attract, recruit and retain staff. If we engage in any planning activity as a business, it must be WP – it needn’t be a complicated process, and it can provide market and industry intelligence to help ParcelCare focus on the range of challenges and issues we face, specifically in regards to our staffing concerns, and enable us to be future-ready and resilient.  
Effective WP will help us to: 
· Analyse our current workforce to attract the right talent to meet our future needs.
· Determine our future workforce needs - to react quickly enough when demands change.
· Identify workforce gaps against future needs – the gap between supply and demand, the new roles and competencies needed.
· Actions to address shortages, surplaces or skills mismatches.
· Monitor and evaluate actions.
WP disadvantages could include the potential for a lack of flexibility, high implementation costs, or inaccurate data leading to poor decisions, plus a risk of becoming complacent or creating an overly rigid and unapplied plan. It can also lead to negative impacts on employee morale and increase turnover if it’s poorly executed, especially if it becomes a reactive, instead of proactive, process.  
Well-managed, WP will help us to determine and achieve our vision. It connects business and talent strategy and is an integral part of people management. WP is about generating information and using it to predict future demand for people and skills and translating that into a set of actions we can develop and build onto the existing workforce to meet demand in peak times. (CIPD, 2022c) 


AC 2.2
WP is a continuously fluid process which requires senior leaders to regularly review plans, when a significant change or key decision is taken that helps to identify future business needs or organisational arrangements.
SWOT analysis is an effective tool to assess internal Strengths and Weakness and external Opportunities and Threats, all of which influence workforce needs.
It can be done at any time and provides a snapshot of our organisational position in the parcel delivery market, identifies risks, and uncovers potential growth areas:
Strengths (internal) - branding, efficiency processes.
Weaknesses (internal) - data gaps, resource limitations.
Opportunities (external) - new supply markets (online shopping, new labour resources, changing consumer needs).
Threats (external) - competitor pricing, employment regulations, environmental law, economic shifts, new technologies. (CIPD, 2022b).
Another technique is Scenario planning (SP), where we could predict the number of employees and specific skill sets we will need in the future, based on organisational goals and market trends. (A&BCC, 2024)
SP can help us to assess strategy against a range of future scenarios to prepare for a variety of potential challenges in WP. It offers a way to plan for these potential futures - rather than focusing on one single future, reducing reliance on trend-based approaches (which assume that the trends of the past will extend unchanged into the future). If these trends are disrupted, the organisation may be able to respond more quickly. This helps to manage risk and to build agility into the way the organisation operates - rather than be reactive, an organisation can become pro-active. (ResearchGate, 1995).
To examine a potential future scenario - since lockdown restrictions were removed, e-commerce has increased. Although consumers have returned to face-to-face shopping, e-commerce continues to climb, especially in peak periods.  Another lockdown would flood the parcel delivery market with overwhelming demand, generating an urgent need for more staff. Contingency plans are vital for ParcelCare to be able to predict these scenarios and ensure we can meet the increase in demand, without dropping our quality of service and delivery targets.
SP can provide an alternative to trend-based approaches – in creating multiple futures we can help ParcelCare to prepare for different situations. In this way, SP may be a useful tool to help manage risk.

However, there is little documented evidence of the effectiveness of SP – this is because we are dealing with unknowns and it is hard to determine how valid the scenarios created are. 

Whilst SWOT analysis is straightforward and easy to implement and assesses current factors for a single situation in providing a snapshot, SP explores multiple, plausible future possibilities, to build flexible, long-term strategies for navigating uncertainty, making them complementary tools rather than replacements. 
SWOT identifies immediate actions, whereas SP prepares for disruptive change, with the best approach often to integrate them to test both the current SWOT findings against potential futures of SP. (CIPD, 2022b).
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Currently we advertise all vacancies on our website careers page via an online application form. Applications are reviewed; candidates shortlisted and interviewed. Although these are suitable recruitment and selection methods, we need to consider broader methods. 
Recruitment methods.  Sharing job opportunities on social media platforms, such as Facebook and LinkedIn, directing candidates to our website to apply.  Utilising these platforms will reach a wider, more targeted audience.
Directing applications through these channels will enhance awareness of ParcelCare’s job opportunities and services, resulting in a higher number of applications to sift through - but may provide opportunities for applicants who may not have heard of us before.
Another recruitment method would be to use agencies specialising in logistics staffing.  Websites such as ‘Indeed’ allow advertisements to be posted for free, with another option being direct agency referrals of candidates they have registered (with suitable qualifications and experience).
The positive of this approach is that we can gain higher quality candidates and potentially improve employee retention.  Limitations - risk of a less diverse workforce, and the cost implication of agency commission. (CIPD, 2022d).
Selection – next steps.
Advertising a job description with specific job-related competencies l, we can ask applicants to provide ‘evidence’ as to how they ‘meet’ the competencies, then score against these in the shortlisting stage to select for interview.  The interview would consist of a panel and an interview booklet with several questions, each relating to the job competencies and organisational values.  Scoring in this way would negate the risk of bias and focus on role requirements, necessary skills and experience.
A simple theory test for drivers, and/or a numeracy and communication skills test, both of which could be done on a laptop  – and could be a pre-interview assessment to further shortlist candidates.
This method is more time consuming and costly in terms of time spent, however - if it results in a high-quality candidate being employed this would be positive (although it may deter some candidates from continuing with the application process). 
All the above suggestions would fit in well with our current recruitment and selection process as ‘add-ons’.  It would ensure a wider network for recruitment advertisements and ensure a fairer, more inclusive selection process. These are all methods that can be enhanced as required for future multi-skilled vacancies. (ResearchGate, 2020) (BBC, 2023).
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A challenge every business faces is to retain talent – staff turnover within the parcel service/logistics industry as a whole is extremely high.  Reasons attributed to this could be the intense work demands, particularly in peak periods.  Physical demands of the role, low pay relative to effort, skills shortages, and competition for staff, seeing employees leaving for higher pay, benefits and progression. We are seeing a far more transient workforce (particularly among millennials), who lack loyalty to businesses and have been encouraged to take different opportunities to progress. (Thomas, 2024).
ParcelCare is struggling with employee retention. The targets we have internally for staff turnover rates are increasingly being missed and it is important to understand where the issues lie, and what we as an organisation need to do to retain our staff. To do this, we need to be aware of what turnover is.  
There are 2 types of turnover: avoidable turnover (AT), situations where we could have taken steps to retain the employee - such as through employees leaving due to conflict with their managers. AT is caused by push factors – these are negative aspects of the employee’s role that drives them to leave, such as poor working conditions, long hours, conflicts with management or lack of benefits. (ResearchGate, 2010).
Unavoidable turnover occurs due to external influences outside of our control - such as retirement or personal/health issues. Other reasons for leaving are influenced by pull factors which are external elements that can attract employees away, such as higher pay, better benefits package, or structured career progression pathways and training.  (CIPD, 2024)
Focus on AT to ensure we know why staff are leaving, and to implement internal improvements to improve our retention rates.  Anonymous staff surveys, communication channels with HR where employees feel they can confidentially raise concerns about leaving. Unavoidable turnover and pull factors are often something we cannot control, but a meeting with the line manager or HR could be worthwhile to potentially retain that member of staff, as well as ensuring that we regularly review our staff benefits packages and training/career progression routes. (Thomas, 2024).
Understanding these different types of turnover and their underlying factors will help ParcelCare address staff turnover issues more directly and plan for the peak demand periods, where we know that staff will feel more pressure, potentially reduce staff departures and improve our internal targets.
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Recruiting, selecting, and training new hires requires a significant time investment.
In considering ParcelCare’s high staff turnover rates we must look at retention approaches and how to maintain a positive culture. We have strong competition in the labour market and both recruiting and retaining our staff is a challenge, however it is crucial to explore effective retention strategies to maintain a stable and motivated workforce.
Realistic job previews (RJPs) can be used both in retention of existing warehouse staff and introducing applicants to the roles. These are useful for candidates and organisations as they enable both sides to ensure an appropriate match for that candidate, as well as opportunities to observe and experience work in support or driver roles. Internally, for retention purposes, this could work in career progression as previews of other job roles, with videos to describe roles and development pathways - for example, driver to logistics manager.
This could be managed in terms of a recruitment open day, with staff as role models for the RJPs, managers being available to discuss roles, and opportunities to get involved.
Positives are in reducing turnover and drop-out costs - candidates at highest risk of leaving after commencing their roles, likely won’t pursue their application, and less overwhelming for new starters as they know what to expect. 
The downsides - the costs of the open day and staff time, however, is an acceptable cost as it is also useful for the retention of existing staff and in showcasing ParcelCare’s commitments to progression pathways within the organisation. (HRObserver, 2024) (IES, 2019).
Induction is a vital first step of taking on a new hire. It is important that we prepare thoroughly for the new hire’s first day and the associated onboarding process, so they can become effective quickly. A lot of time and cost has already gone into filling a vacancy, so this part of the process is worth focussing on to ensure the new hire feels prepared and welcomed, ready to commit to working at ParcelCare. 
This is best achieved through a planned programme of training agreed with line managers, HR and a workplace ‘buddy’, and ideally would be attached to the Probation period/ Induction checklist started on the employee’s first day. To be successful it requires engagement from all parties, as a poorly executed induction can leave the new employee feeling overwhelmed and disengaged. (Acas, 2015) (CIPD, 2022e).
Job enrichment (JE) involves enhancing the job role by adding more meaningful tasks and responsibilities. Maslow’s hierarchical needs theory describes people having an innate desire to reach their full potential through 5 categories of needs – physiological (warmth, clothing, shelter),  safety (emotional, financial security), love and belongingness (relationships), esteem (self-respect, dignity, status) and self-actualisation (self-fulfilment, personal growth) (CIPD, 2021). 
JE is a process which could be considered during an internal job description evaluation, a round-table discussion with the manager and HR. It can increase job satisfaction and retention by making work more engaging – however this may not be suitable for all employees or job roles within the organisation. (CIPD, 2022f) 
Rewards – covers financial provisions made to employees, including benefits packages such as private medical insurance. Rewards include clear, competitive pay structures, and financial incentives like bonuses, non-financial rewards like recognition and career development opportunities. Reward can be a powerful motivator for retention but also with challenges such as cost, and risk of creating a transactional relationship with employees. (CIPD, 2023e)
To summarise – a considered blend of rewards might be the best approach for ParcelCare. Whilst RJP can complement both recruitment and retention, induction is necessary to improve initial employee experience and future retention.  Rewards can be implemented as seasonal rewards when the peak periods create the most workload and burn-out and turnover is at its highest.
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ParcelCare has problems with employee turnover and retention - increased turnover can be damaging and lead to the deterioration of the organisational culture. A report gathering data from 500 UK-based business leaders highlighted how poor retention rates can turn into a vicious cycle, where culture gets destabilised, resulting in more employees choosing to leave – increasing the recruitment and onboarding costs. (Cholteeva et al., 2022).
Dysfunctional turnover (DT) is when high performing or key employees leave, causing a negative impact on the organisation  – particularly with those employees who hold more in-demand or specialist skills which are more valuable to ParcelCare and more damaging for the business to lose (especially if they move to a direct competitor). 
In contrast, functional turnover is where the departure of underperforming employees could be viewed as beneficial. At ParcelCare, DT could be especially damaging given the competitive labour market and the importance of retaining our skilled workers. We need to ensure that we retain employees, particularly those who are highly skilled and experienced.
High employee turnover rates can disrupt workflow, as the departure of these experienced employees will most often lead to a loss of valuable knowledge and skills. This disruption could slow down our operations and reduce overall productivity – as new employees will take time to reach the same level of knowledge and productivity. (CIPD, 2022f)
If our employees see their colleagues around them leaving, especially when their own workload and responsibilities increase with no additional reward, their morale will decrease, and this could create instability. As a result, this will lower staff engagement, reduce job satisfaction, and result in higher turnover as our employees lose confidence.
The impact on financial costs - including direct costs like recruitment and training, as well as indirect costs such as lost productivity and the time spent on hiring, onboarding, and training. Such high turnover could strain our budget, meaning it is harder to invest in other areas which are critical to ParcelCare’s growth and success.
The next consideration is the impact on customer satisfaction. If warehouse staffing levels become significantly low it will impact our ability to dispatch parcels, and without enough drivers this will in turn impact the delivery times – leading to complaints and a decline in service quality as customers experience delays or errors due to inexperienced staff or under staffing. This could harm ParcelCare’s reputation and lead to a loss of business. 
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The majority of our delivery drivers are on full-time permanent contracts. These contracts offer stability and security to employees, which can lead to higher job satisfaction and retention. 
This is important as stability ensures a reliable and consistent workforce - however the limitation of these contracts is the inflexibility when we experience periods of fluctuating demand.  
Maintaining a core full-time workforce during slower periods can be costly and inefficient, therefore we need to examine alternative contractual options. 
Part time contracts could provide greater flexibility, enabling the workforce to be scaled up or down according to the fluctuating demands between peak periods - meaning we could reduce costs during lower demand periods and increase operational efficiency. 

However, part-time contracts may not be as attractive to drivers, leading to lower employee commitment and higher turnover - as employees seek full-time opportunities elsewhere (pull factors).

A way to deal with the changing demands in sales is the option of the Zero-hours contract (ZHC).  There are no minimum working hours; the expectation is to work whenever required, although the employee does not have to take the work offered.  ZHC offers maximum flexibility and would enable ParcelCare to call on drivers as needed, without committing to a set number of hours, which could be useful during peak periods, reducing the need to overstaff during quieter times.
In the CIPD’s ZHCs – evolution and current status report, workers reported a better work-life balance and wellbeing than those on other contracts and arrangements opened employment opportunities to candidates who might not be able to work otherwise, as they cannot commit to more regular, predetermined working hours because of personal health, family, or studying needs. However, the report also showed that employers typically benefited more from a ZHC than employees, due to the one-sided flexibility of it. (Cholteeva, 2022). 
Agency workers are an option for peak periods such as Christmas. Drivers would be employed directly by the agency, so ParcelCare would not become the employer. The positives are that having a contract with an agency would enable ParcelCare to quickly respond to higher demand, then decrease quickly when demand falls.

Self-Employed Couriers (Gig Economy): 
Self-employed drivers manage their own NI contributions and income tax, have their own vehicles and motor insurance. Some will also have specific permits for transporting parcels and hold DBS certificates. A CIPD report highlights two groups to be more reliant on gig economy work for their income - those being ethnic minorities, and those with disabilities. It is thought that the lower barriers to entry in the gig economy may be a considerable factor as to why they enter the gig economy – it's easier to find work - albeit not consistent and unreliable; they can respond to demand.  (CIPD, 2023e)
Looking at our UK competitors such as Amazon Logistics, DPD, and Evri, employ different payment structures for various situations – some pay by the hour in the morning when it’s quiet, whilst some pay by per-delivery rates when it’s busy. Some use a combination of both methods. 
To review these contracts and consider what will work best for ParcelCare - whilst full-time contracts provide stability, part-time and ZHR contracts provide the flexibility needed to manage our fluctuating demand. 
Ideally, we would have our core employees on permanent full-time contracts, then top-up our workforce as and when required with part-time and ZHC to provide the right balance between flexibility and stability. 
Agency contracts would be worth considering as these would have a financial saving for recruitment, induction and training and have an immediate start. 



AC 4.2
Onboarding is an essential part of an employee’s initial experience they receive from our organisation and our culture. ParcelCare does not have a defined process for onboarding, and it is crucial that we address this with an onboarding training program for line managers.
Onboarding is the process of integrating new employees into the organisation and ensuring they understand their role in the organisation’s culture, and the expectations being placed upon them. Effective onboarding is vital as it sets the foundation for an employee's successful and long-term commitment. It is an essential part of the employee lifecycle – if done correctly it can significantly improve employee retention rates. If new employees feel welcomed, supported and equipped to do their jobs, they are far more likely to stay with us for longer. It reduces turnover and the associated costs of recruiting and training new employees. (Howlett, 2020).
A structured process ensures that new hires feel confident, comfortable and ready to contribute from day-one, and can help them become productive more quickly. With proper guidance and training, new hires can ‘hit the ground running’, allowing for faster integration and less down-time.  This boosts overall productivity and ensures that the team meets it goals more efficiently – it helps them align with the organisations goals and work more effectively within the team.
Onboarding will ensure compliance with our organisational policies and reduce the likelihood of errors. It can include training on H&S, company procedures and legal requirements helping to minimise risks and prevent costly mistakes.
At each stage of the onboarding (first week/month/3 months/six months) the line manager and employee can discuss training needs, concerns and ensure that the probation period is successful. (Snowdon et al., 2025)
Without proper onboarding, parcel/ logistics companies experience lower productivity, which in turn impacts delivery times and customer satisfaction. 
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